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To: Honorable Chairman Jean Monestime
and Memters, Board of County Cosiy

From: Carlos A. Gimenez
Mayor

Subject:  Report Regarding Perry Ellis Dlrecu b 152652

This memorandum is in response to Resolution No. R-1040-15, adepted by the Board of Caunty
Commissioners (Board) on November 17, 2015, which directed the Miami-Dade Aviation Department to
review information regarding allegations of discrimination made against Perry Ellis Menswear, LLC
(Perry Ellis), as well as a recoinmendation as to potential future actions.

Miami-Dade Aviation Departraent (MDAD) staff contacted Perry Ellis for information on its business
practices and their impact upon its employees. Perry Ellis provided the following information which was
reviewed by MDAD staff:

Code of Ethies and Conduct

The Code of Business Ethics and Condtict (Attachment 1) requires compliance with alf logal laws, rules
and regulations, and governs a wide area of conduet. Tt provides for equal egiployment opportunities for
all without regard to protected classification and prohibits any form of harassment including, but not
limited to, harassment on the basis of sexual orientation or tace, :

Soeial Responsibility Policy
The Social Responsibility policy (Attachment 2) addresses the wotldwide working conditions of the Perry

Ellis oxganization, including workplace diversity, environmental sustainability, and investment in Iocal
communities,

Employee Handbook

The Petry Ellis Employee Handbook (Aftachment 3) prohibits any form of empleyment discrimination or
harassment, and outlines a complaint procedure for employeesto report inappropriate conduct or incidents
of alleged discrimination.

Affirmative Action Plan

This Affitmative Action Plan (Attachment 4) provides for equal employment opportunity for all
emplovees and a harassment-free workplace. It incorporates the company’s Vendor Code of Conduct
“which prohibits child and forced labor, harassment, abuse and discrimination by vendors of Perry Ellis.
Finally, Perzy Ellis has offered domestic partnership benefits to its employees for nearly a decade.

The lawsuit filed by Mr. Cook has beeri amicably resolved and Mr, Cook has resigned his position with
Perry Ellis International, effective Janvary 22, 2016.

Mr, Cook issted the following statement: "A lot of dialogue and reflection has occurred since the filing
of my lawsuit. PET {5 a diverse and inclusive Company, and has always been so. My overall tepure at
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the Company demonstrates that {he comments I complained about are not reflective of the averall culture
of Perry Ellis, the chatacter of its leadership, or the Feldenkreis family. 1 have decided my career goals
are best served by pursiing one of the many opportunities available to me, I wish the Company and all
of the people at PEI all the best."

Based upon these facts and the information provided by the company and attached heréto, it ig
recommended that MDAD proceed with the Perry Ellis lease at Miami International Airport. MDAD will
continue to monijtor the situation and if anything changes in the future, a full report will be presented to
the Board,

If additional information is required, please contact MDAD Director Emilio T. Gongzélez at (305) 876-
7077,

Pursnant to Ordinance 14-65, this memorandum will be placed on the next available Board meeting
agenda. :

c Abigail Price-Williams, County Attomey
Jack Osterholt, Depity Mayer, Office of the Mayor
Emilio Gonzélez, Director, Miami-Dade Aviation Departiment
Charles Anderson, Commission Auditor
Eugene Love, Office of Agenda Coordination
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PURPOSE

Perry Ellis Internafional, inc.’s ("PEI" or "Company™ Code of Business Ethics and Conduct
{the "Code") is designed to proactively promote ethical behavior, to protect the valued
reputation of our Company and our directors, officers and smployees, to help us operate as
good corporate citizens, display the highest standards of eonduct and to continue to
demonstrate that we can be successful, while maintaining PEl's values which have served
us well over the years. The Code appliss to all our directors, officers and employees.

PEI expects to be successful in the marketplace because of the quality and integrity of ifs
directors, officers and employeas, and the products we provide. We expect our customers,
business parthers and others with whom we do business to operate similarly.

Each of us is responsible for our own actions and for knowingly complying with the law and
the company's policies and procedures, including the policies set forth in this Cade.
Personal consequences for violations of this Code are seripus and can include termination
of employment, recovery of damages and filing of criminal charges.

FAIR DEALING

As a responsible world-class company, we recognize that our continuing success depends
on the contributions and effectiveriess of all of our directors, officers and employees around
the world. Maintaining an atmosphere in which this sticcess is assured fequires strict
adherence to the highest standards of conduct in all of our refationhships.

All of our dealings with fellow directors, officers, employees, customers, suppliers,
competitors, and any others with whom we come in contact as representatives of PE! are
based on mutual respect, trust and honesty, and we must endeavor to treat such individuals
fairly, You must not take unfair advantage on anyone through manipulation, concealment,
abuse of privileged information, intentional misrepresentation of facts or any ather unfair
practics. ‘
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REPORTING CODE VIOLATIONS

tis important to report all vnolatlons ar suspected Viaiaﬁc}ns of the Code Ef you ha\fa a
question about the policies outlined in the. Code, talk to your supervisor. If you want o
report a possible violation, call the Employee Help tine. Reports {o the Employee Help line
may be made anonymausly. Confidentiality for thase who report will be maintained to the
extent possible. Neither your supervisor nor the Company wili take any action against you
for reporting suspected misconduct in good faith.

CONFLICTS OF INTEREST

It is the policy of PEL that no director, officer or employes may engage in any activity that
gives rise o an actual or perceived conflict of interest unless such conflict of interest is
distlosed to. PEl and approved by the legat department afier consultation with such
members of senior management as approptiate or, with respect to directors and officers, is
approved by the Board of Directors.

To make the best choices, we must remember that our loyalties are with PE} and that we
must avoid situations resulting in divided loyalties. We must act with honesty and integrity,
avoiding actual or perceived conflicts of interest.in personal and professional relationships.
A conflict of interest oceurs when an individual's private interest interferes in any way, or
aven appears to interfere, with the interest of PEl as a whole. In the perfcrmance of our
responsibilities, our first obligation and loyalty is to PEL In dealing with customers,
suppliers, or competitors, we must riot engage in activities that make it diffieult to perform
our work objectively and effectively or, direcily or indirectly, rc:'as-t doubt or create even the
appearance thaf we cannot act with complete ob}ectmty concemning the best interasts of
PEL

Canflicts of inferest may include, but ars not limited to, the following:

1. Reeeiving improper persenal benefits fof yourseif or your family as a result of your
position at PEI

2. Holdihg an ocwnership iinterest (other than a nominal arnount of stock in a publicly-traded
company) in any supplies, venhdor, customer or cormpetitor of PEL;

3. Loaning money 1o, or borrowing money from, individuals or concerns that do business
with or compete with PEI, except transactions with banks or other financial institutions in
accardance with narmal business practices;

4, Engaging in any ouiside business activity that is competitive with PEI's business;
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5. Recelving any gifts, gratuities, or excessive entertainment fees or payments from any
party with which PEl has business dealings, except for commuonty distributed items of
nominal value that are given for promotional purposes and that conform to custornary
industry practices. Any gifts that are not of neminal value must be returned immediately
and reported to a supervisor. If an ivmediate returh is not practical, the item of items
should e given fo PE! for charitable disposition;

6. Accepting outside employment that adversely affects your work for PEL;

7. Serving on a board of directors of any customer, supplier or competitor of PEL, unless
such service has been disclosed to PEl and approved by senfor management;

8, Using, for personal gain or for the benefit of others, confidential information obtained
during your affiliation with PEL.

COMPLIANCE WITH LAWS, RULES AND REGULATIONS

PE! takes a proasctive stance on caompliance with all applicable laws, rules and regulations
of federal, state and local governments, and other appropriate private and public regulatory
agencles. Aceordingly, PE! requires its directers, officers and employees ta comply with all
applicable faws, rules and regulations, including insider trading and antitrust laws. PEI aiso
requires its directors, officers and employees to comply with the following:

Prohibition on Fraud, PE| strictly prohibits any fraudulent activity, including any act that
constitutes cheating, stealing, deceiving ar lying. You must act in good faith, responsibly,
with due care, competence and diligence, without intentionally misrepresernting facts or
allowing independent judgment to be subordinated.

Equal Opportunity. Our policy is fo operate under sound and legal personnel policies. Our
obiective is to be equitable and fair in the treatment of ali directors, officers and employees
in all situations. This includes, but is net limited to the following: (1) the selection and
placement of ary individua! is based in that individual's qualifications, without regard to
race, refigion, national origin, sex, age or disability; and (2) compensation is in agcordance
with an individual's contribution to PEI, without regard to race, religion, national arigin, sex,
age or disability.

Harassmerit-Free Workplace. The Company will not tolerate harassment by anyohe,
employee or non-employee. Any form of harassment related to an individual's race, color,
religious creed, sex, sexual orientation, pregnancy, hational origin, ancestry, age, marital



stails, disability, veleran's status, or other factors protected by state, federail or local law is
& violation of this Code and will be treated as a disciplinary maller. For these purposas, the
term "harassment” includes but is not [imited to:

+ Siurs, jokes, other verbal, graphic, or physical conduct relating to an individual's race,
color, religious creed, sex, sexual orientation, preghancy, nationat origin, ancestry, age,
marital status, disability, veteran's status, or other factors protected by state, federal or
l6cal law. Harassment also includes unwelcome sexual advances, requests for sexuat
favor and other verbal, written graphic, or physical conduct of a sexual nature.

Violation of this Code by an employee shall subject that employee {o disciplinary action, up
to and including termination.

If any employee feels that he or she [s being harassed by any other employee based upon
race, color, religious creed, sex, sexual arientation, preégnancy, national origln, angestry,
age, marital status, disability, veteran's status, or other factors protected by state, fedaral or
local law, the employee should, at once, inform the immediate Supstvisor or any member of
the Human Resources Department. Human Resaurces will see that the matter Is
investigated, and where appropriate, prompt remedial action taken. [f an employes does
not fael that the matter can be discussed with the Supervisor, the employee can inform any
member of senior management.

Harassment of employees in connection with their work by non-employees may also be a
violation of this Code. Any employee who becomes aware of any harassment of an
employee by a non-employee should repart such harassment to his or her Supervisor, or fo
the Human Resources Department who is responsible for investigating all such incidents.
Appropriate action will be taken against viotation of this Code by any non-ermployee.

Confidential Information Regarding Directors, Officers and Employees. In conducting
business, it is necessary to collect maintain and usa personal information about directors,
officers and employees. Whethsr by paper or electronic files, only job-related informaticn
and personal information related to business, banefits and legal purposes wilt be collected
and raintained. This information will be maintained on a strictly confidential basis and the
privacy of the individual is respected and protected. The use ot disclosure of any of this
information iz limited to required business or legal purposes.

Health and Safety, Tha safety and kealth of ali directors, officers and employeesis a
shared responsibility, We make every effort to provide a workplace free of recognized

hazards and to maintain facilities free of the hazards of impairment from the influence of
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drugs or algohol.

Alechol and Drugs. Employees may not use, sell, possess, purchase or transfer alcohal or
ilegal drugs on Company premises, irf Gompany vehicles or during work hours. The only
exception is that alcohal may be consumed by people of legat drinking ags at Company-
spdnsar.ed functions that are approved by a Senfor Vice President or above. Employess
also must not be undsr the influence of itlegal drugs or alcohol during work hours,
regardless of when the drugs or alcohol were consumed. it is also a violation of this policy
to sall, transfer or distribute personal prascription drugs on Company premises of during
wark hours,

international Trade Regulations. Employees invotvad with importing goods from various
countries must be knowiedgeable about and comply with relevant tegal requirements,
Employess who hava questions about such requirements or nther intetnational trade issues
are responsible for consuliing with the Legal Dapartment to-prevent committing any
potentially unlawful acts.

Bribes and Improper Payments. Employees or agents of‘the-f Company should never
directly or indirectly offer, promise to pay or authorize the payment of money, products,
services or anything of value to any government official or agent in any country in order to
influence acts or decisions of governrment officials, to recsive special freatment for the
Company or for personal gain. While certain minor payments to certain hon-U.S.
government officials made to expedite or secure the performance of certain routine
governmerital actions may not violate the law, you must consulf with the Legal Department
priar to making or authorizing any payment of this type, All PEI employees worldwide must
abide by the United States Forelgn Corrupt Act in addition to iocal laws. Employees working
with government officials should request further guidance from the Legal Bepartment.

LABOR LAWS AND RECORDKEEPING

All trme worked by non—exempt employees wheiher scheduled of unscheduled over‘time
or straight time, authorized or unauthorized — must always be recorded exactly as it
aceurted. Your supervisor wilt show you the procedure for recording time worked. You must
keep record of time worked ‘as required by faw or policy. You should also note all time that
you don't work but for which you are still paid and have your supetvisor verify the time. If for
any reason an entry must be changed, your supervisor must make the change, and you
must initial it. '



Nom-exempt émpioyees; raay not:

Fail to record hours for work performed at home;

Move hours from one day to another on a time recerd 50 as not to refiect overtime;
Inaceurately record time worked;

Remove correctly recorded hours from a time record.

L]
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All workers must be properly categorized (as exempt or non-exempt and as employee or
independent contractor) under all emplayment and tax [aws. In addition, you must comply
with all laws regarding the employment of minors.,

PROTECTION AND PROPER USE OF COMPANY ASSETS

All directors, officers and employees should protect PEI's assets and ensure their efficient
ahd responsible use. Theft, carelesaness and waste have a direct Impact on PEl's
profitability, and thersefore all of PEl's assets should be used for legitimate business
purposes.

No director, officer or emptoyee may use PEl's property or setvices for any perscnal benefit
or the parsonal bensfit of anyone else. PEl realizes that sometimes the line between
personal and company behefifs are difficult fo determine. The only prudent course of
conduct for us is to ensure that any use of PEI property or services that is not solely for the
benefit of PEl is approved beforehand by the Legal Department.

PUBLIC DISCLOSURES, INSIDE INFORMATION AND COMPANY
STOCK TRADING

Because PEVs stock is publicly traded, there are spacific rules about trading and the
disclosure of information, which must be observad by all directors, officers and employées.
We must all strive to ensure full, fair, accurate, imely and understandable disclosure in
reports that we file with the Seeurity and Exchange Commission (SEG) and in sther public
communicafions.

Applicable iaw alse regulates the manner in which we use and disclose inside information,
which primarlly includes any material information about the Company that could affect the
market price and investor decisions abaout our stock. Certain individuals will have access to
inside information about PEY, which could include the Company's financial performance,



negotiations about acquisitions or divestitures, or new products. This inside: information
must be held in strict confidence, except when we are authorized or legally obligated to
disclose the information.

it is both illegal and against our insider trading policy for any individual to profit from
undisclosad information relating to PEL Anyone who is in possession of any material inside
information that PE! has nat yet disclosed to the public may not buy ar sefl PE! stock, or
advise others to.buy or sefl PE! stock, until the information has been released to the public
and enough time {at least one full trading day) has passed to aliow investor reaction in the
stook market. For exarnple, we must never disclose financial information to anyane ouiside
the Company, including the media, except as expressly autharized. Inquires of this type
should always be referred to the General Counsel.

Our Insider frading policy alsc prohibits any director, efficer ar employee from buying, or
selling, or adviging others to buy or sell securitiss of any company, including suppliers,
competitars of customers, based on information we have that has not been publichy
disciosed.

The reguiations on stock trading and disclosures are sensitive and complex. If you have
any questions, please refer to the insider trading policy.

POLITICAL ACTIVITIES AND CONTRIBUTIONS

PEI encourages individual participation in the political process, and recognizes and
respects that this is a matter of personal chioice. Since oyr time at work should be devoted
to handiing our responsibilities, our policy and, in certain cases, the law prohibits the use of
employee's time at work for political activities.

For similar reasons, and to avoid any appearance of canflict of interest, our policy also
prohibits the use of Company property and assets for political activities and the payment of
corporate funds to any political party, candidate or campaign. Any directer, officer and
employee who has a question about what is ar is not proper should consult with the Legal
Department before engaging in any activily that could be consfrued as involving PE! in any
nolitical activity, including any monstary contributions, at either federal, state, or local levels,
or in any foreign country.

ACCOUNTING AND AUDITING MATTERS
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QOur financial statements and the books and records on which they are based must
accurately reflect all Company transactions. Qur policy requites that all receipts and
dishursements of funds must be accuratety recorded, and that our records distloge the
nature and purpose of all transactions,

it is also our policy to cooperate fully with the internal and external auditors and to disclose
to them all required information on a timely, complete and accurate basis so that they can
help us {o ensure compliance with these principlss. No person acting on behalf of the
Company may attempt to influence, coerce, manipulate or mislead any auditor or
accountant engaged in an audit of the Company.

The Company's Audit Committee ovarsees this area. If you have concerns regarding
questionable accounting ot auditing matters, you may report your concerns to the CFO and
General Counsel or call the Help line, which can be wtilized an an anonymous and
confidential basis, twenty four (24) hours a day. |

PROTECTION OF CONFIDENTIAL INFORMATION

Confidantial information is an important Company asset and often a competitive advantage,
which we need to protect for the benefit of the Company and all employees. Directors,
officers and employees must maintain the confidentiality of information entrusted o them by
PElor its customers, except when disclosute is suthorized or legally mandated, We must
not use confldential information acquired in the course of our work for our personal
advantage. Confidential information In¢ludes all nori-public information regarding, directly or
indirectly PEL For example, confidential information may include product compositions,
business plans, non-published financial information, customer and emptoyee lists and
computer software, “

it is our policy to limit access fo this information to these employees who need it to do their
jobs &nd to prohikit the release of this information to anyone outside of the Company
without specific authorization from the appropriate manager and the completion of a
confidentiality agreement by the person or firm to whom the information is to be previded.

PROTECTING THE BRAND

As PE! employees, we have a responsibility to protect all Company assets from loss,
damage, misuse or theft, This ihcludes intangible assets such as our brands, frademarks
and reputation,
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Our trademarks are valuable assets, and all employees and business partners sheuld help
protect them, As our Company becomes better kiiown worldwide, we ehcounter increasing
problems with counterfeit merchandise and "pirates” who iry to sell merchandise under our
trademarks. Qur vendors are also prohibited fror selling or otherwisa improperly
distributing any merchandise bearing our trademarks, called "sell-off" merchandise, to.any
third parties.

If you find sell-off or counterfeit merchandise — baaring any partion of any of our trademarks
on labels, hang tags, price tags, pocket flashers; other packaging, or screened or
embroidered onte the merchandise — in a tocation other than one of our stores or a storerin
our International Sales Program, note the name of the store, its iocation and size, and the
volume of sell-off or counterfeit marchandise being sold.

:!'C:OMPANY PROPERTY

PEI property (for example, merchandise, supplies and equipment) should be used only for
business purposes and is not for personal use. Taking or using Company property of any
value for personal purposes without permission is stealing. PEI property may never be used
forillegal purposes. You are prohibited from doing anything that involves fraud, theft,
embezzlement or misappropriation of Company property. Taking any Company property,
including defective merchandise or samples, for personal use without permission is
stealing. if you suspect that activities in a store, distribution center, or other facility are
resulting in financial losses to the Company (for example stealing), contact the appropriate
supervisor,

FRATERNIZATION

Whille we recognize and respect the rights of employees to associate freely and to pursue
personal ralationships with those they encounter in the work snvironment, employees must
use good judgment in ensuring that those relationships de not negatively impact their job
performance; their ability to supervise others, or the work environment.

Any workplace conduct afising from a romantic relationship, intimate relationship or
friendship betwsen employees may be improper if the conduct creates an untomfortable
work environmaerit for others. Favoritisin, open displays of affection, and making business
decisions basad on emotions or friendships rather than on the best interests of the
Company are examples of inappropriate conduct,
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Empioyees who find themselves in an intimate relationship or friendship should use fact,
good judgment and sensitivity, Employees in a reporting relationship with someone that
they are consensually dating or romantically involved with mustinform the next level of
management or Human Resources. We wifl work with both individuals fo try to separate:
thelr employment respensibilities from their personal relationship in order to protect the
interests of both employees and others and to avoid any canflict of interest.

DOING THE RIGHT THING S

The principles set forth in this Code cannct identify all situations that require reporting and
corrective action. They are intended to alert us all to potential problem situations and to give
us all a better understanding of what is expected of us as directors, officers.or employees in
our business condust. Problems in these areas can Iead to adverse publicity and damage
to our reputation, loss of customers, litigation, and distraction from daing our jobs,
uniniecessary expense and even criminal fines or imprisenment.

PEI directars, officers and employess want to dothe right thing and they should be famitiar
with the laws and poficies ¢conicerring standards of business conduct that apply to their
jobs, Understanding these guidelines and the laws and regufations that apply wherever we
do business and living within the principles described here are essential to the success and
well-being of the Company, employees and their familles, customers, suppliers,
sharehalders and neighbors in the communities in which we live and work.

&

Problem Reporting and Resolution

Teust your instincts. If you encounter a situation that makes you uncomfortabie, there may
be a real problem, which can be avoided or controlled if you se_ek prompt assistance.
Corisult your supervisor, human resources representative, a cormpany lawyer, financial
controlier or any rmanager or other employee you trust,

If-you have knowledge of any acfivity that is or may be a violation of this Code, you must
report such activity promptly to the department of Internal Audit via external mail, 3000 NW
107th Avenue, Miami Florida, 33172, via telaphone at (305) 873-10681, or via fax to (786)
221-8037: alternatively, you may call the toll-free Help fine (1-800-454-9320), which can be
utilized on an anonymous and confidential basis, twenty-four (24} hours a day,

No Retaliation
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If you report in gecd faith a suspected viokation of this Code or ask questions regarding this
Code, you will not be subject to retaliation for doing so. No disciplinary orother retaliatory
actions will be talken against any director, officer or employee for informing the Company of
any viclations of this Code.

Consequences for Vielation

Violations of this Code will be subject to discipline. In some cases, discipline will includs
discharge. in addition, PEl may have a legal obligation to bring violations of the Code fe the
attention of appropriate enforcement authorities (gs some violations are also violations of
the law). In such cases, civil or criminal penalties may also be imiposed.

Waivers

While most of the policies contained hiersin must be strictly adhered to, In certaln cases,
exceptions may be possible; Any director, officer or employee who beffevas that an
exception to any of these policies is appropriate in his or her case should contact his ar her
immediate supervisor or the Law Department. Only The Board of Direclors of PE| may
waive this Code as it relates to directers or officers of the company.

international Coverage

This Code is not based entirely on the faws, regulatiohs or rules of any particutar country.
As a global company, we must be sensitive to the requirsments of doing business in many
countrias, The Code reflects the values that have made PEl and its directors, officers and.
employees successful and respectad over the years. We can be proud of our record and
reputation. Each of us has a responsibility to continue to protect the reputation we have
gamed.

TERMEOE USE (Commny{TomasDitlss)

PRIVACY STATENENT HCogan i

sy Statementy

GALIFORNA TRANSPARBNCE AGT (icompany T ernsOflUs efiC alfiopabaT Ay
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SOC!AL BETE N SIBILITY

Perry Ellis Internationat broudi'y maintains the highest standards of social accountability:

GLOBAL LABDR COMPLIANCE

We believe that every person has a right to decent, humane and safe working conditions.
Prior to the placement of production, factories are avaluated against our Vendor Code of
Coriduct (/Conipdny/SotialCaimpliatice) and local labor faws, and thereafter are frequently
moriitored fo ensure continued c::omp!i;a'nce-.

The Vendor Code strictly prohiblts child and forced labor, harassment, abuse and
discrimination. Among other standards, we require that suppliers maintain a healthy and
safa working environment, freedom of association, restriction on working hours and proper
payment of wages,

Training is a key part of our program. Our internal audit team pravides factories with

guidance including mandatary annual educational seminars to provide updates on local
labor laws and to review case studies and best practices as well as other related topics.

Qur commitment {o dwers;ty is based on respect for the individual, regardtass of sex, race,
ethnicity, country of origin, preferences or ideas. Offices located around the world are
staffed by a famlily of culturally diverse associates and backed by suppliers from over 30
countries, generating an open and dynamic environment which positively impacts all areas
of our business.

ENVIRONMENTAL SUSTAINABILITY

We strive to ihcrease responsible stewardship on a daily basis, from materials sourcing fo
fabirication and throughout the supply chain. Together with our retail partners, we have
made substantial progress towards reducing the quantity of packaging materials and
increasing the quality of component materials, in sorne instances remaoving poly bags on
replenishrment programs, increasing quanfitie-?-iaer-shipment, printing hangtags on partially-
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recycled papers, and producing clothing with organic materials or recycled polyester.
Meanwhile, our warehouses re-use or recycle corfugated cardboard, having surpassed 60
tons per manth of recycling in our Tampa facility.

Qur associates have also joined the effort. An ongoing program called Eco-Start® not only
. educates asscciates but sncourages new ideas. It has lead to recycling programs in all
offices, moderated thermostat setfings, digital paystubs and an increased usage of digital
forms, lighting oceupancy sensors and the replacement of warehouse tighting with low-
“gansuming halogen bulbs, closed-topped and washable beverage containets given {0
associates for use with filtered water fountains, and corporate printing that is forestry
cettified and uses at least 30% post-consumer waste material, among other initiatives,

COMMUNITY INVESTMENT

Perry Ellis International and its associates are proud fo conbribute time and resources to the
efforts of a number of international, national and local initiatives and charlties which help
strengthen aur global communities. Through glving back fo the people and insfitutions
around us, we are able to transform our position as ong of the country's top appatrel

~ producers into an agent of positive and responsible change.

Pftps: v fécshook.com/PE Gaml
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Welcome to Perry Ellis International

Welcome to Perry Bllis Tntemational, Inc. (PEI}. We ate pleased that you have chosen to bacome
@ part of our winning team, We believe that our growth and strength. over the years have been a
diroct result of the-hard work, determination aud loyalty of our associntes. We want tocontinue
to grow, and we need your hielp,

It is our goal to provide you with 4 pleasant and rewarding work envivonment. We strive to treate
an open, positive and Inspiring atmosphere fn which you ¢an maximize your potentiel as an
individual while maximizing your individual confribution to our teain. The benefits and policies
described in this Bmployee Handbook. wete designed with those goals in mind,

Ifyou belisve thérs {5 something we could be doing betfer, we want (o know abeotit. If you fecl
there i3 an ares where we are strong, we [ike to hear abantit. It is feedback from, associates like
you, no matter what yonr role in the company, which allows us td excel. From new ideas to
constructive criticisms, all opinioas are welcomed here at PEL So please temember that under
any circurnstance, we want you to tell us if you are having a problem in our workplace,

Thank you for making the move to Perry Ellis International! We look forward to s long-lasting,

mutually rewarding relaticnship - betanse having happy associates.is our style, and a smile 1 the
best accessory we could ever create.

Again, weleome 1o Perry Ellis!

th ef’ Exwmwé ‘i ﬁcﬁr

2

| THIS BANBEOOK B NOT A CONTRALT OF TEMPLOVMENT, ERPRUESS DR IMPLRES, REAARDING ANY OF TR 15SUES
C TVSCUSSED M THIS HANDROCGK. PERRY ELLIS CAN TERMINATE THE EMPLOYMENT RELATIONSHIP AT ANY. TIME AND FOR
- ANY RCASON, WITH GR WITHGUT NOTICE, AND WITH GR WITHOUT WARNING, ™ THEEVENT OF A CONFLICT BETWEEN
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PURPOSE OF HANDBOOK

This Eriployet Handbook centains general information regarding our telationship with you.. Ttis
not intended to he comprehensive or to address every possible situation that might arise in the :
workplace, To the contrary, the purpgse of this Handbool is to sérve as a general cufline of the
benefits and poligies available to you as ong of omr employess. The leicics fnd procedures in
this Handbook rmay not 2pply to every situation and, therefors, we reserve the right to deviate
from any of these policies whenever wie deerm appropriate.

Please be aware that the descriptions of the bepefits in this Handbook are subordinate to the
written terms and condifions of the undedying benefit plan, if any, Therefore, if there is a
corflict hetween the description of the benefits in tiis Handbook, and the terms and conditions af
any applicable benefit plan document or underlying insurance conivact, the latter will always
cantral. For that renson, if you have any questions concersing your eligibility for a particular
benefit, you should address your specific grestions to the Humah Resources Départment,

The policies and benefifs in this Handbook apply to all nen-bargaining usit employees of Pecry
Ellis Intecaational, Inc., aid any of its subsidiaries or divisions. Somie of the policies in this
Handbook may also be the subject of a state law in the jurisdiction witere you wotk. Of course,
in the event of a conflict between state law and any of our benefits or policies, state law will

alwaye control. 'We may also have specific policies that apply enly to employees in a particmlar
stage: ‘

In most cases, our employmert rélationship with you is on an “st-will” basts. That means that
you can teiminate your employment with the Company at any time, with or withous notice and
with or without canse. Likewise, the Company can terminate the employment relationship at ary
time, with or without notice and with or without exiise. Nothing in this Handbook i3 intended to
be a guarantee of employment for any definite term. Similarly, néthing in this Handbook is
interided to be a contract or guarantes as to any of the policies described in the Handbook, This
Handbook 3 not a confract of employment, express of impliéd, as fo dny term or condition of
employment.

3

THIS HANDGROOK 1§ NOT A COWNTRACT OF EMPLOYMENT, EXPRESS OR 'IMELIED, REGARDING ANY OF THE TSSUES”

DISCUSSET IN THIS BANDBQOK. PERRY-ELLIS CAN TERMINATE THE EMPLOYMENT RELA TIONSHIP AT ANY TIMB AMDFOR. |

ANY BEASON, WITH O WITIOUT NOTICE, ANDY WITH OR WITHOUT WARNING, N THE BVONTOF & CONFMICT BETWEEN |
| THE POLICEES EXTPRESSED IN THIS HANDROOK ANRSTATALAW ElRlLCi"‘Al LAW, STATE OR L OL."![{ ‘LAW W]] A CONTROL,
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A Egqual Employment Opportunity

We Provide Bqual Baploymead Goporbailiey

Perry Ellis prohibits any: form of illegal discrimination agsinst employf:es and applicants for
employment. This policy pmhlbats discrimination based on race, color, religion, gender, sexual
orjeitafion, pregnancy, nationsl origin, age, marital statas, dma’tuhty, veteraw’s statis, or aflier
Factors protected by staie, federal or local faw. OQur policy applies to all aspecis-of the
employment relatidnship, including recrvitment, hiring, promotion, trausfer, compensation,
bénefits, trainiig, development, layoffs, termination, and all other personnel decisions affecting
employees and applicants for employment.

We Accommodate Individuals With Disabilities

The Company complies with the Americans with Disahilities Act and applicable staté and jocal
Iaws prohibiting disctimination in employment against individuals with disabilities. The
Company will fiot discriiritnate against any employse er applicant for emplayment on the basis of
a digability, Purthermore, the Company will reasonably dccommodate qualified individuals with
disabilites. A gualified individual with a disability is en applicant or empioyee whae, with or
withont 8 reasondble accomimodution, ¢an perforti the essential functions of the applicable job.
Tf you are disabled, we encoutage you to communicate with cur Human Resources Departmeit
and (o propose any accommodation that you- feel would assist you in fulfiling the essential
furictions of your job, Medical related information will remain confidential,

Harassment iz Prohibited.

Perry Ellis 38 committed (o providing a working anwmnmant free from illegal sexual harassment
as well as barassinent based on any legally protected classifications. The Company will mog
tolerate such harsssment by, managers, supervisors or co-workers, Thé Company will also take
appropriate action to protect employees from harassment by non-employees in the work place,

Sexual harassment is verbal or physical conduct of & sexual nawre in the following
clrevrnstances:

s  When submission to such conduct-is made explicitty or implicitly @ term or copdition
of eraployment;,

« When submission to or rejection 0f sueli condust is vsed -as the basis for employment
decisions affecting an individual,

* When such conduct has the purpose or effeet of tnreasonably interfering with an
individual’s work performance or creating an jntimidating, hastile, or offensive
working enviropmernt.

Other forms of harassment based on an employee’s protected status are also prohibited, Peitry
Ellfs employees are prohibited engaging in any verbal, physical, or visual conduct which:

6
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« Demgrates or shows hostility or aversion toward an individual becanse of histher
protected statis, or that of histher relattves, friends or associates;

s Hus the purpose or effect of ereating an intinidating, hostile or offensive working
‘envirtmment;

o Has the purpose or effect of umreasonably ifiterfering with an individgal's work
perfarmance; or

s Otherwise adversely affects an individual's employment opportanities.

Prohihited hdrassment imcludes, but is not limited to, epithets, slurs, negative stereotyping, or
threatening, ntimidating or hostile acts that relate to any protected stétus. Prohibited harassmient
also includes written or graphic miaterial that is placed on walls, bolletin boards. or elsewhere ¢n
the premises, or circulated in the workplace.

Wa Tnvestiuiie Chinins of Diserhmination Asd Hilihsgingnt Antlake Moot Réfmedial Ao

Bmpioyees shoald prompﬂy report amy incident of discrimination or hapassment. The Company
will conduct an investigation and, where appropriate, implement prompt remedial action. Any
employee who witesses or is subjected to discrimination or harassment 1s: encouraged try contact
his or hier direct supervisor, mamager; department head, or 3 Human Resource representative
tmmediately, A supervisor, manager, or depatiment head should ensure tivat appropriate
standatds of behavior are maintained in his or her area of responsibility, All supervisors dnd
managers should irnmediately report any complaints of haiassment or diserimination to Human
Resources. Perey Bllis will not retaliate against you for making a bona fide, good faith claim of
harassment or any other form of discrhipination. To the contrary, we encourage you to-report any
discritninatory or haressing conduct that you experience in your job — so that we can do
something about it. '

Onen Door Policy and Comp]aint Procedure,

Your ideas afe always welcome. Constructive and candid thoughts and suggestions related to the
Company are important to its success. Bach employee is strongly ur, ped to provide ideas on ways
to improve preductivity, morale, systems, and procedures thit accemmodate the needs of our
employess and best support the mutaal interests of the emplayee and the Company. You are
encouraged to communicate your ideas and sugpestions to your department manager, any othieg
member of management, Human Resources, or to utilize Company suggestion boxes, if
available.

Misuniderstandings or conflicts can arise in any organization. We want our workplace to be
mutually gratifying, an environment where you can develop your skills.and where you enjoy your
work, Toward that ¢nd, it iz important that amy probjems that you might be ! raving in the
waorkptace be resolved before they affect your work or become more sericus. Most workpliace
issues resoive themselves naturally, However, we have developed a mechanisim for bringing

7
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complaints to management's attention ¥ a problem persists that may be detrimental to the
employee or the Company.

Hurnan Resources and our managers maintain an “Open Door Policy” to field any complaints by
employees regarding problems in the workplace, An employee experiencing any job-related
problem should promptly report it w0 the ‘employee’s department head, or to the Human
Hegources Deépartment. The Human Resources départment will investigate the problem and take
whatever action is appropriate. This procedure appliies to amy problem thet an employee may be
having in the workplace.

‘Persannel Records

The Company maintains personnel records concerning its employees. Employee records ffe
Compsany propeity and arg considered confidential documents. To ensure that your personnel file
is up-to-date at all times, notify the Human Resources Department of any chianges in your name,
telephone number, homs address, nimmber of dependents, beneficiary designations, emergency
contacts, and-so Torth, Your personne) records must be accurate. Any falsification of material
amission on as employment application or vther emnployment tecord, imeluding records regarding
houts worked, 15 & breach of Company policy end is grounds for disciplinary action including the
possibility of termination of employment.

B. Employmeit Status

AWl Status, ‘
Unless your employment is by virtue of a written contract signed by an officer of Perry Ellis with
a specific provision regarding the term of your employment, your employment.at Perty Ellis is at-
will, This mesns the gmiployment relationship may e terminated, with or without cause and with
or without notice, at any time by you or Perry Ellis. In addition, employees may be- promoted,
dsmoted or transferred at any time and for any redson, with or without notice. Nothing in this
handbook or in any document or statement shall limit the right to terniinate employment-af-will.
No managet, SUpervisos or enployee of Parry Ellis hag any suthority to enter info an agreement
for employment for uny specified perfod of time or to make an agreement for employment other
than at-will. Only an officer of Perty Ellis has the authority fo make any snch agréement and then
only 0 writing,

Tritvadiiciory. Period
For every new employee and re-hived employees, the fivst 90 days of full-time employment ig an
Tntroductory Period for beth you and the Company. During this period, you will ‘have the
opporturity 1o learn about the Company, your job, and your new surroundings. Your Supervisor
will be availsble to answer any questions that you may have. During this period, yout job
performance, attendance; attitude, and overall interest in your job wil} be carefully reviewed by
your supervisos, The Company will then evalvate your performance and make a decision
comeefning  your continued employment.  Should an employee’s performance  becorne

&

I TIATSTO0R 5 NOT A CONTRACT OF TMFLOVRENT, TPAISE i IMPLIED, NEGARDING ANY OF HE JSS0LS |
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unsatisfactory at any time dering this Introduetory Period, the employee could be subject to
discharge 4t that time, Successfiil completion of the Introdnctory: Period does niot alter the “at-
will” ngture of your employment,

We look forward to a }cmg, and mutnally pratifying employment relationship with vou. We
mpderstand, however, that it sometimes be¢omes necessary to ferminate the Bmpioyment
yelationship. As noted in other arcas of this Employee Handbook, Perry Ellis emplayees are
employed on an at-will basis, which means that we reserve the tight to terminate the smployment
relationship at any time and for any reason, with or withput notice, and with or without warning,

Volimriary: s sination :

If you resign, retite, o for any reasoi decide.to leave your employment by. Perey Ellis, we recuest
that you give us at least two weeks of prior notice, ‘Of course, we would like vou to be candid
with us regarding your reasons for leaving our Company, inciuding any opportunities for us to
inprove aur workplace.

L. _Health at_id, Welfare

Our emplaoyee benefit plans are for the advantage of regular full tivde eraployees of Perry Ellis
International, This meany that temporary part time and leased employees are excladed from all
Conipany benefit plans. A “temporary” employee is an employee that is hired on an “at will”

basis Tor a limited term, whether for a perisd of days, weeks, or manths, A “leased” eraployee is
an employee who is working for Perry Ellis International but is being provided pay and employee
benefits through a third party, such as a professional f:mp}oyer organgzation. The coverage of
regular full time employees under any particnfar benefit plan i3 determined according to the
written terms of the individual plan. This handbook does not enclese amy information about
coveragt utider any individual benefit plan. Benefits are listed below. Literature. and mforimation

_ on individual plans is available from the Hiuman Resources Department.

1. Health and Welfare Benefits
& Medical
» Dental
Vikion

b

Tiigability Tusurance,

w

401k Plan

4, Life Insurance

h

Taition Assistance

6. Worker's Compensation Ipsuratice

o

T PANDEOOR T8 ROT A CORIRACT OF EMPLUOYMINT, EXPRISS OR TPLIED, REGARLDING ARY OF THE UGS

TASCUSSED 1-THIS HANDEOEK  PERRY ELLIE CAN TERMUEATE THE EMPLOY MENT RELATIONSHIP AT ANY TIWE ANDFOR
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b. Time Of

Lunch Periods,

Tn order to stay healthy and maintain a productive work schedule, it4s very important that you
take vour lunch break. Lungh pesiods are unpaid and vary according to job function and
depattment schedules, and qre detesmined by your supervisor. A regular meal period is 30
minutes, and the maxintum meal period is one hour.

Iakea Break

Othér than your lunch break, we give you two regnlar breaks during your normal workday, one in
the morning and one in the afternoon. Each of these breaks is for ten minures. We pay you
during these tea-minute breaks,

That being said, all part-time associates who work In excess of four {4) hours are cntitled to-a 10
mimte Hreak.

Yacation :

Only regular, full-time Agsociates (regularfy scheduled to work 30 or more hours of work per
week) are eligible for paild vacation. Puart-time Assoctates (regularly scheduled to work Jegs than
30 hours per week) and Temporary Associates (thobe employed “at-will” but for a lmited
duration) de not accrue and are not eligible for paid vacation time. (See vacation policy)

Hilidy ys. (o Retiil) - (Please refer to the intranet for holiday observance dates)
Perry Ellis Internationa! recognizes seven (7) days-as holidays.

New Years Day ‘ Thanksgiving Day
Memorial Day Day After Thanksgiving
Independence Day Christmas Day

Laber Day

Full-Time emplovees are eligible for paid holidays if their work schedule falls on an duthorized

holiday. If the emiployee is required by the Company to work on a holiday, he/she will be prid
for the tolidey plus the actual houss worked for that day af regular pay ratés. In other words, one.

gets paid the regular eight-hotrs pay and in addition geis paid for the actual hours worked that
holiday. An employee who has been regilaily scheduled to work but does not repart for work
the day before and/or the day after a hioliday-on an unscheduled or anapproved ahsence may not
be elipgible for heliday pay.

Bl (Rigah Stores) - (Please refer to the intrapet for holiday observance dates}

New Year's Day. Labar Day
President's Day Thanksgiving Day
Memorijal Day Christmas Day
Independence Day

10
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Puisoinal Davs

After completing the introductory period, all full-time employees may take up 1o six {6) personal
days, with pay, cach fiscal year, Personal days may be Uised af the diseretion of the employee,
and are infended to be used when an ewmployee 48 sick and camnot come to work, when an
empioyee needs fo attend to personal business that cannot be schednled outside the raguiar
workday, and the like. Priot approval for the use of persondl days Is required in all nen-

emergency situations, Personal «lays wiust be used during the year in which they are acerned. -

There shall be no cany-over of personal days from year to year, and there shall be no payment for
vnused personal days at the end of any year or in the event of the tetmination of your
employment for any reason,

Employed 4l or part of! Eligible for:
3 mmonihs i day

4 mionths ' 2 days
6 mcnths 3 days
8 months 4 days
10 months 5 days
11 mémths . 6-days
Jury Duty

Perry Ellis employees are provided leave of absence for jury duty. Perry Ellis provides
compensation for time lost from wark becanse of jury duty where required by state or local law.
You must present your summons for jory duty to your supervisor/department head and the
payroll department as soon as possible after youw receive it m order for your departient to have
adequats time 1o accommodate yaur absence.

Yoting .

We enconrage all employee'; to vote in elcctmns Polls are apen extended hours 1o accammodate
employees’ work schedules, Even so, we realize that in some instances our ertployees may be
unable to vote unless given limited leave of absence during the regular workday. If you need
leave of sbsence during the workday to vote, please discuss it with your supervisor and
reagonable aceommodations will be made taenable you to have (ime to vote.

Bereavement Leave

It is the policy of the Company to grant employees a maximurn of three (3) working days off,
with pay, to attend the funeral of a member of the employee’s immediate family. Immediate
family includes anyone recognized By law it any of the following capacities in relation to the
employee: :

Spouse Brother Daughter-In-Law
Parent Sister Son-In-Law
Davghter Mother-In-Law Grandparent

Son Father-In-Law Grandchild

1
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These is no “stacking” of bereaventent. pay id relation 1o other paid leave; and an employee who
is atready off or dbsent from the work because of vacation, holiday, sickness, or other reasons is
net entitled 1o any additional pay for befeavement purposes.

If you are called to activate military duty or for trathing with the Reserve or Natignal Guard, you
should submit copies of your military ofders to your supetvisor and Human Resources a$ soon us
is practicable. You will be granted a mulitary leave of absence without pay for the period of
military service, in accordance with applicable federal and state laws. If you are a reservist or &
mernber of the National Guatd, you ére granfed tithe off without pay for required military
training. Your eligibility for reinstatement after your military duty or trainmg is complere is
determined in accordance with applicable federal and state laws,

Miligagy Famtv Yiesve B Eriti{esents

Eligible smployees with a spouse, child. or pavent on avtive duty or called to sctive duty status in
the National Guard or Reserves are entitled up 1o 12 weeks exigency leave without pay, for
family members called to active duty or up to 26 weeks of leave to-care for 2 family member who
i$ a coverad service member with a serious injury o illness that is fmcurred from thedr service in
the military.

Fanilyianl Medicat L cnee{EMEAL

At any Company focation having fifty (58} or more employees withiy' a 75 mile radjus, the
Company will grant up to ¥2 weeks of family #nd medical leave of absence to eligible employees
o1 an unpaid basis per rolling 12 month perjod. Gualifylng leave of absence includes: employee
or family member's serious health condition, the birth or adoption of an-employee’s child or

placement of child fot foster care, or to care for 4 family fmember with an injury or iliness

{nourred as a resulf of their military service or to address certain qualifying military exigencies as

specified in Company policy. The policy will be applied consistent with the sequirements of the '

Bawmitly and Medical Leave Act of 1993, as amended and any parallel state or local law..

A "serious health condition” for parposes of this policy is ad illness, injory, inipaimment, or
physicdl or mental cendition that involves a period of incapacity (inability to work) and: (A}
inpatient care in a hospitdl, hosgice, or residential medical care facility; or (B) continuirg
treatment by a-health cate provider. (Please refer to the intranet for the FMLA Polic )

Rligibility for the Family and Medical Leave:

»  Tobe eligible fora Family and Medical Leave of Abgence under this policy, an employee
must have been erployed by the Company for at least twelve (12) months and must have

12
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worked at least 1,250 houis during the twelve-month period preceding ihe
commencemet of the leave of absence.

s Spouses who are both employed by the Company arg enly entitled to u total of twelve
(12) weeks of unpaid feave for Family Medical Leave qualifylng events,

Requests for Family and Medical Leave of Absence shoufd be made o the Hiiinan Resources
Department, (Please refer to the intranet for the FMLA Policy.)

Substitution of Paid Leave

The Company may apply any part of an employee's deerited paid vacation time, personal fime, or
any other paid leave toward any part of the leaye of absence. This ig allowed for an spproved
Family and Medical or Military Leave of Absence. If a leave of absence is sought for the
employee's serious health condition, the employes Will be required to substitute any avaﬂabla
paid sick leave for any part of the unpaxd leave provided under this poliey.

Gonflicting State and Local ¥ I*'amﬁy and M@ﬁlcal Leay

Where state or local fdmﬂy and inedical, Ieave laws offer more protection or benefits 1o
employees, the protections or benefits-provided by such laws will apply.

":ILaw_

An cmployce may take up t@ 3 workmrr days of unpaid leave of absence i any rolling 12 month
petiod if the employee or £ family or househdld member is the victim of domestic violence.
Leave may be used to seek an injunction for protection agaist domestic violence or sexpal
vialence; obtain medical care or mental hedlth counseling,'or both, related ta demestic violence
for the employee o1 a family or household meraber; obtain services from a victim setvices
organization; make the emplioyee’s home secure from the pérpetrator of 1o seek new housing to
escape the perpetrator; seek legal assistance in addressing issues arising from the act of domedtic
violence orto attend related court proceedings. An-employee seeking leave under this pelicy
st first exhanst all vacation leave, personal leave, sick leave, and any other accrued but

unused leave of absence. Appropriate advance notics of the need for leave, where possible, is

requirad. :
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E. Employee Conduct and Discivline

The Company reserves the eight to take disciplinary action at any level, including but ot Himited
t¢ 2 verbal warning, a written warning, suspension, termination or somg other form of discipline,
depending on the ciremmstahces of the situation. The Company considers some offenses to be
sufficient enough to warrant immediate termination. In il cases, the Company retains the right
to determine which form of discipline is appropriate.

The forms of conduct which can lead ta disciplinary action include, but are not limited: to:
falsification of records; misrepresentation of data o activitles; agls of dishonesty; acts of
discrimination or harassment; inuppropriate business conduct; conduct jeopardizing the integrty
of our products; tardiness and absemtecism; failure, to report o work; theft: any form of
workplace violence; ditraptive behavior; gembling; insubordination; making fhreatening
statements or engaging in behavior which threatens the safety of others; violation of our drog and
aloohol policy; possession of a weapon on Company property; violation of safety e
inattention 1o the job; damage to' materinls/equipment; working on personal matter on Company
time; refusing to work overtime; and unautherized shsence from the work ares.

Mitigatirig cirournstances may be considersd at all levels.of discipling, These circumnstances may
consist of all facts that the Company considers to be relevant, soch as length of service, unusual
events or information surfounding 4 specific sitiation and the empleyee’s overall record,

Job Duties

Yoor supervisor will explain your job responsibilities and the performance standards expected of
you. Be aware that your job responsibilitics triay change at any tire duting your employment,
From time to lime, you may be asked to work on special projects or to assist with other work
necessary or important to the operation of your department or the Company: Your cooperation
and assistance in performing such additional work is expected. The Company reserves the right, -
at any time, with or without notice, to alter or chinge job responsibilities, reassign or transfer job
positions, or assign additional job-responsibilities.

Qutside Fmploviment

Employees are expected to work for the exclusive benefit of the Company. Any employes
engaged in work for any other emyployer is responsible tor ensuring that sueh employment does
n6t creats an actual or potential conflict with or compromise the employee’s position or
relationship with the Company or interfere with the quelity of the employee’s work.

i‘f_nmﬂmxi;

Absenteeism, Attendance, and Punctuality A

We like the work that you do for us — and we need you to be at work en time gnd on schedule,

you are absent or late for wark, your co-workers have to absorb your job duties, or worse, youx

job does not get done. That is why it is important for you ta be at work every day when you are
14
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scheduled to be here, and it 15 importast for yeu o be fo work on time. We have created a very
generous benefit package for you, including a varety of different type of paid and unpaid leaves
of mbsence, If you qoatify for some form of leave of alsserics, we expect you to natify ug a8 sgon
as possible of your need for feave so that we can make arrangements to cover your job, Absént
the most sgvere emerpency, you should never fail to-report for work without amy advance notice
to your supetvisor or Human Resources. We also expect that you will not abuse our 1éave of
abseice benefits. Unexcused absenteeism and/or fardiness i reporting for work will subject you
to disciplihe,

Soeial Yiedia Policy

This Social Media Policy applies to all employees of Perry Ellis Tnternational, Inc. and its
subsidiaries and affilintes (collectively, “PEE”) with respect to their use of sceial media
platforms, both individually and on behalf of PEL For purposes of this policy, “social media
platforms” mean ptrsonai and PE.I~manas=ﬁﬁ or confrollzd. wehsites and blogs, wikis, online
social networks and cominumities (e.g., Facebook, MySpace, YouTube, Twilter), message
boards, chat roams, virtual worlds and any other types of online communities, PEIL hag crafted
this policy for the puiposé of clarifying how best to enhance and protect personal and
professional repatations When participating i Socfal Media

(Please refer to the intranet for the Social Media Policy.)

mlider Tradivis Policy

It is the policy of the Company that no director, officer orother. employee of the Conpany who is

. aware of materdal nonpiiblic information relating to the Company may, directly or through family
members or other persons or entities, {2) buy or sell securities of the Company (bther than
pursnant to a pre-approved trading plan that complies with SEC:Rule 10b5-1), or ernigage in any
other action to take personal advantage of that information, ot (b) pass that information on to
others outside the Company, ineluding family and friends. In addition, it is the policy of the
Company that no director, officer or other employee of the Company who, in the course of
working for the Company, learns of material nonpublic inforpation about a company with which
the Company does business, including a customer or supplier of the Company, may trade in that
company's securities until the information becomes public or is po longer material,
(Please refer o the intranet for the insider Trading policy)

As a responsible world-class company, we recognize that our coptinuing success depends on the
comiributions and effectiveness of all of our directors, officers and employges around the world,
Maintaining an atmosphere in which fhis success is assured requires strict adhererice to the
highest staridards of conduct ju all of oir refationships. '

All of our dealings with fellow directors, officers, employees, customers, suppliers, competiiors,
and any others with whom we come fn contact as representatives of PEI are based dn mutual

15
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respeet, trust and hotesty, and we must endeavor to- treat such individuals fairly. You must not

take unfait advantage on znyone through manipulation, concealment, abuge of privileged

information, intentional misrepresentation of facts or any other unfair practice.

It js important to report all violations or suspected violations of the Code. If you have a question.
ghout the policies outlined in the Code, talk to your supervisor. If you want to report a pessible
viplation, call the Bmiployee Help line. Reports to- the Employee Help line may Be ‘made.
- snonyineusly, Confidentiality for.these who teport will be maintained 1o she-extent possible;
Neither your supexvisor nor the Compary will take any ictioh against you for repotiing suspected
miseonthct in good faith.

(Please refer to the intranet for the Code of Ethics policy.)

Soligitation and Distribution of Literature

The distribution of literature or other. matérial in wotking areas is prohjbited. Emplo}ees are
prohibited from soliciting other employses for any groups or organizations during their own
working time or the working time of the employee bemg solicited, Break perfods, mealtimes, or
ather specified periods during the work day wheén employees are not engaged in performing their

work tasks are not considered working time. No person who is riot an employee of the Corpany.

may come o1l the premises at any time to solicit for any. cause Or distribute material of any kind
for any purpose.

DrugAlmho'l- Free Workplace

Our workplace 1§ drug-and alcohiol free, The use of illegal drugs (during or after working hours),-
and the presence of alcohol In your system while at work, presents a danger to your own safety
and to the. safety of your coworkers. ‘The use of itlegal drags and the use of aicehml while at work.
also Imipacts the quality of your work. Therefove, we reserve the right to test emplcayees and
certain applicants for employment for the presence of illegal drugs andfor alcohol in their
systenis. To the extent allowed under applicable state and tocal law where you work, we reserve
the right to reguire applicints for employment who have been made a conditional offer of
employment to submit to a drug and alcoho] test. We reserve the right o test einrployees based
on “reasonable suspicion” of diug or aleoho] usage in violation of this policy. We may regaire
you to submit to a dreg or alechel 18st under other circumstances as well.  Of course, any
nossession, use, sale of distribution of drugs or aleohol at work will subject you to immediate
termjmation. If you test positive for drugs or alcohol, you mdy be terminated or denied
employment, as the case may be, If you fail or refuse to subpitt to a drug or aleohol test when
directed to do 50, you will be subject-to immediate termination,

Tha Cornpany is commltted to providing a safe and healthful working environment. We expect
vou to make your own safety, and the safery of others, your first concern. We want you to work
diligently Lo maintain safe and healthful warking conditions and to adhere to proper operating

z
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pracuces, and procedures desipied (o prevent injurics. Jf you are injured at work, po matter how
minor the injury, we want you to Téport it (0 your supervisor and. o oir Hmnan Resourcss
Departrent. Relatively minor injuiiss can become severe if leoft uritrealed, We want you 1o be
constantly mindful of your own safety and the safety of those wor,kx_ng argund  yo.
(Please refer'ta procedure on reporting)

Distribution Center employees are requested to use close toe/closed heel, rubber seled shoes;
slippers and sandals ate prohibited. Disttibution Center employzes should et wear ioose fitting
clothing or dangling jewelry. Distribution Center employees are not allowed to wear shotts as
part of there business attire.

It {s the Company’s policy that our facifiiies be smoke-free. In the interest of employes health
and morale, smokiftg is net allowed by employees: anywhere within the interior of the buildings
or adjacent to the primary public entrapces. Individuals who smoke may de so putside the
building during breaks or lanch periods, and away from the primary entfances to our:buildings.

Courtesy

Courtesy is the responsibility of every employee. Evervone is expected o be courteous, polite
and friendly to our distributors, retailers, consumers and agencies, and to their fellow empioyeses,
Na ous should be: disrespectful to any of the above individuals, use profanity, or engege n any
activity which injures the image or reputation of cur Compatty.

Tonsekeeping

' 'We place a high priority ou the quality and cleanliness of our work envitonmert. We have
provided you with & clean, ¢omfortable area for you to gat yout meals and take your breaks. In
order 4o maintzin the cleanliness and quality of our work areas, employses are proibited from
taking pr consiiming food at their workstations. You may, if you choose, hdve a beverage at your
desk; but only m-covered centainers.

Dress Far Sm:cas

We prefer to avoid having any firm rules regarding the clothes that you can wear to work. We-do
require, however, that our emiployees 'exercise good comeion sénse and good judgment in
selecting clothes fhat they wear to work. There are some cluthes that are always mapproprxate for
our workplace. For imstance, any clothing that is unclean, torn, or overly reveaking is
inappropriate. Similarly, clothing that is too casual for the office, such as blue-jeans, sandals,
casual shorts, and the like, is inappropriute and should not be worn to work,

Clothing is our business, and we will leave it 10 your discretion as to what you ¢house 1o wear to

work, Keep in mind, howéver, that we should not have to telf you when you are wearing -

something that is mappropriate, With that in mind, we wil not hesitate to send you back to your
17
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home to change. If it becomes necessary for us to give you repeated counseling regarding your
choiee of clothes, you witl be subleat to discipline.

Friday Dress Down Days

« (Clean, neat, well fitting jeans are acceptable
+ No athletic'sneak_crs
»  No caps or head scarves
+  Professional enough appearance to represent the Company
Please adhere to the ahove or it may be necessary to do sway with Casual Fridays and egtablish a

more stringent overal] dress cade.

‘Bulletm Boards

Our bulletin boards are for Perry Bllis business only. Employees are prohibiting from posting
any material on our bulletin bodrds without approval by management and without some
legitimate purpose véldting to our business.

Gifts and Gratuities

Employeae may not request of accept any gift or gratity of amy kind from any distributor,
retaifer, agency, or vendor without the express authorization of your Departient Head.
(Plgase_reﬁer to the intranet for the Code gf Ethics Pelicy)

Our telephones are business wols and personal calls shoutd be fimited. Telephone lines should

* be kept clear for busingss calls. Telephiones aie available in our lunch rooms and comimon areas
for Jocal pérsonal calls, None of our telephones should be used to make long. distance telephote
calls for amything other than. Comparty business. '

FPersonal Ceflular Telupliones..

The usefactivation of personal cellular telephones -during working hours is disruptive and
therefore prohibited. Perry Ellis has provided all employees with state of the art land-based
- telephiones for their use during busidess hours, There s po- reasou for you to be regularly using
your cellulzar telephone in our building and, therefore, you are prohibited from using it.

18
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:Yfmrﬂesk Tc!e;ﬂmw memtu* and’ L-M’nﬁ Are Not ‘J?r

W}te.

Although employees h"wc individval access codes 1o volce ma_tl emaﬂ and commtter natwork
systeins, these systems are accessible at ail times by Perry Ellis, and may be subject to peripdic
unanpounced inspections by Perry Ellis for business purposes.  All systewm passwerds must be
available to Perry Fllie and employees are prohibited from password protecting any information
on our computer systems without a Jegitiniate business purpose and without disclosing the
applicable password to Perry Ellis in the ordinary course of our business, No Pemy Ellis
employee should have any expectation of mivacy in any e- -mail, computer system, stored
computer files, or any other efectronic system owped or used by Pervy Ellis in the course of our
business, Perry Ellis reserves the right to inspect any computer, e-mail, voice-mail, electronic
file, desk, wark area, file cabinet, ot any other area of the Company.

Parking
There is designated parking on Cempany premises. Employees must fill oul a parking parrmt
form and will then be given a parking deca! allowing then in the company parking Jot, if this is
applicable in your location.

Conservation:

S e e e T T T i

Purn off lights and electrical equipment when feaving a room and at the end of the day.

Alr Conditioher
The airtempezature s kept at a constant 72 depiees.

Fontge Bhigusty

A Jounge has been provided for our employee’s convehience. The appliaunces are for general use,
however, we ask that you clean up after you use them, wash your own dishes and cleéan the space
where youi sat. Please do not take food from the refrigerator that does not belong to you,

Forbidden Content

Emp]oyees are prohibited from using the Conipany’s information systems in amy way that may be
disruptive or offensive (o others, including, but not limited to, the transmission of sexually
explicit messages, cartoans, ethnically or racially disparagiig material, or the, like.
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Certificate of Receipt and Acknowledgment

I hereby acknowledge that I iave received a copy of the Company’s Employee Handbook,
As a condition of my continved employment, T agree to conform to the Company’s Employee
Handbaol, as may be changed {rom time to time, ‘.

T understand that the Compeny reserves the right to modify, amend. or terminate any
portion of this Handhook at anytime, with or withaut notice.

1 further snderstand that this Handbook does not create a contfaci of employment or any
ather puarantee(s), expressed or implied, between me and the Compary.

T further understand that as an “at-will* employee, 1.can terminate my employment at any
-timalfor any reason, and ﬁh&t, stmilarly, the Comp-any can terminate my employment af any time
for any reason,

The Company may change; rescind or add to any, policies, benefits or practices described in this

handbook, other than the employment at will pnhcy, from tHmeto time, at its ¢ole and absclute
discretion, with or without prior notice.

Pxint:Namé of‘Eﬁap‘lby‘e}eﬂ '

Employee Signature

f}a.té
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{ATTACHMENT 4

DEPTMEN T OF PROCUREMENT MANAGEMENT
AFFIRMATIVE ACTION UNIT

PERRY ELLIS
INTERMNATIONAL

AFFIRMATIVE ACTION PLAN

This Affirmative Action Plan is intended to comply with Miami Dade Ordibance 58-30,
It is Petry Ellis International, Inc.’s policy to proactively ptomote affirmative action in
attracting and maintaining a diverse workforce. This policy applies to all pur directors,
officers and employees.

PEI expects to be successful in the marketplace because of the quality and integrity of its
directors, officers and employees, and the products we-provide. We: expect our customers,
business partners and others with whom we do business to operate similarly.

Each of us is responsible for aur own actions and for kivowingly complying with the law
and the company’s policies and procedures, inclading the policies get forth in this Poliey.
Personal consequences for violations of ‘this. Policy are serious and can include
termination of employment.

Equal Opportunity.

Our policy is to operate under soind and legal persontiel policies, Our objective is to be
equitable-and fair in the treatment of all directors, officers and employees in all situations.
This includes, but is not limited to the following: (1) the selection and placement of amy
individual is based in that individual's quahﬁcatmns without regard to race, religion,
naticnal origin, sex, age or disahility or other protected status; and (2) compensation is in
accordance with an individudl's contribution to PEL without regard fo race, religion,
nafional origin, sex, age or disability or other protected status.

Harassment-Free Workplace,

The Company will not tolerate harassment by anyene, employes or non-employee. Any
form of harassment related to an individual's race, color, religious creed, sex, sexual
orientation, pregnancy, national origin, ancestry, age, marital status, disability, veteran's
status, or other factors protected by state, federal or local law is a violation of this poliey
and will be freated as a disciplinary matter. For these purposes, the term "harassment"
includes but 'is not limited to slurs, jokes, other verbal, graphic, or physical conduct
relating to an individual's race, color, religious creed, sex, sexual otientation, pregnancy,
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national crigin, ancestry, age, marital status, disability, veteran's status, or other factors
protected by state, federal or local law. Harassment also includes unwelcome sexual

advances, requests for sexual favor and other verbal, written graphic, or physmal conduct
of a sexual niature, - :

Violation of this pelicy by an smployee shall subject that employee to disciplinary action,
up to and mehiding termination.

If any employee feels that he or she is being harassed by any other emplayee based upon
race, color, religious creed, sex, sexunl ofientation, pregnancy, national origin, ancestry,
age, marital staus, disability, veterant's status, or other factors protected by state, federal
or [ocal law, the employee. should, at once, inform the immediate. Supervisor or any
member of the FHuman Regources Depattinl ent, Human Riesoucces will see that the matter
is investigated, and where appropriate, prompt remedial action taken. If an employes
does not fee] that the mader can be discussed with the Supervisor, the employee can
inform any mewmber of senfor management.

Harassment of employees in connection with their work by non-employeés may also be a
violation of this Code. Any employee who becomes aware of any harassment of an.
employee by a non-employee should report siich harassment to his or her Supervisor, or
to the Human Resources Department who is responsible for mvestigating all such

incidents. Appropriate. daction will be taken against violation of this Code by any Hon-
employée.

Global Labor Compliance

We believe that every person has a right to decent, humane and safe working conditions.
Prior to the placement of production, factories are evaluated against our Vendor Code of
Conduct and local labor laws, and thereafter are frequently monitored to ensure continued
compliance. :

The Veudor Code strictly prohibits child and foreed labor, harassment, abuse and
disctimination, Among other standards, we require that suppliers maintain a healthy and
safe working environment, freedom of association, restrietion on working liours and
proper payment of wages.

Training is a key part of our program. Oui internal andit team provides factories with
guidance inctuding mandatory annus] educational seminars tp provide updates on local
lzbor laws and ta review case studies and best practices as well as other related topics,
Global Workplace Diversity

QOur commitnient to diversity is based on respect for the individual, regardless of sex,

race, ethnicity, country of origin, preferences or ideas. Offices located around the world
are staffed by a family of culturelly diverse associates and backed. by suppliers from over
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30 countries, generating an open and dynamie environment which positively impacts all

areas of our business.
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